We examine the period from 1991 to 2005 to document the effects of a changing Japanese labor market on trends in the cost of job change. During this period, job change penalties and the extent to which they were age-related grew. Evidence is also found of a diminishing specificity in human capital (in industry, occupation and firm size) for job changers in the Japanese labor market. As might be expected, older workers and workers leaving the largest firms suffered the largest wage losses from job change. Older workers were also harmed more by involuntary job separations. In percentage terms, young females have larger wage losses than young males but older females have smaller losses than older males. This pattern is masked in considering only the overall effect of gender on the cost of job change.
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Introduction
The Japanese labor market in the 1990s was one of both change and continuity. While the prolonged recession in Japan had an impact on measurable aspects of the labor market, including rising unemployment, a gradual reduction in training expenditures 1 and shifting employment shares across industries, scholars argue that the basic characteristics of the employment system did not change. 2 This paper examines one aspect of the effect of the changes in the labor market on workers, namely, trends in job displacement penalties. A second question addressed is whether evidence can be found for human capital that is firm, industry, occupation or career specific and whether trends in these can be identified in light of diminishing training expenditures at the firm level.
There are reasons to believe changes in job displacement penalties were taking place during the period under consideration. A rising level of unemployment presumably increases the cost of involuntary job change as continuously employed workers are somewhat shielded from conditions in the outside labor market relative to those who must find new employment. This is especially true in Japan where internal labor markets are particularly important and pay has been traditionally more determined by seniority and individual qualifications than by the market pay rate of the job. At the same time, falling job training expenditures should have the opposite effect as workers lose less firm specific human capital upon job change. The consequences of the changes taking place in the labor market on job displacement penalties in the world's second largest economy have been the subject of very little investigation.
1 Japanese firms reduced training expenditures during the 1990s. The share of training expenditures in total labor cost declined from 0.36% in 1991 to 0.28% in 2002. However, the average share during 1980s was approximately 0.30%. Therefore, the decline in 1990s might be interpreted as the return to previous levels. [ Ohki (2003) figure 2 , originally from Survey on Working Condition, MHLW.] 2 Rebick [2005] argues that dismissals that occurred during Japan's post-bubble period economic slump did not represent a departure from traditional employment practices. Furthermore, employment up to the age of mandatory retirement for regular employees in the primary sector (mainly men in full-time employment at medium and large firms) still exists though it never characterized the careers of most workers. Kato [2001] also argues against the notion of a substantial change in regards to lifetime employment. To cope with the difficult economic climate, Rebick cites firm adaptations including an increase in the importance of lower cost nonstandard employment, including part-time and contract work, and more of an individualistic approach to human resource management, including performance pay.
2 A worker's return to firm tenure, often interpreted as a payment for the accumulation of firm specific human capital, has long been observed in wage equations. The results of some recent papers call into question whether specific capital accrues from firm tenure, as opposed to industry, occupation or career tenure. The increase in the cost of job displacement from industry change has been noted in several papers.
3 Neal (1995) argues that previous studies on the returns to experience have attributed returns to firm specific capital while overlooking the important effects of industry specific capital. Parent (2000) also finds wage profiles are more dependent on industry specific human capital than firm specific human capital. More recently, Kambourov and Manovskii (2005) note the importance of occupation specific human capital. They find returns to occupational tenure to be substantial and, when accounted for, that returns to firm or industry tenure are of much less importance. Finally, with data from the Danish labor market, Munch (2006) discounts notions of firm, industry or occupational specific capital in favor of the idea that the capital workers gain is actually career specific where career change is defined as a change in both industry and occupation.
We examine the period from 1991 to 2005 to document the effects of a changing labor market on the cost of job change and the source of and trends in specific capital. During this period, job change penalties and the extent to which they were age related grew. Evidence is also found of a diminishing specificity in human capital (in industry, occupation and firm size) for job changers in the Japanese labor market occurring around 2000 that perhaps reflected the gradual reduction in on the job training expenditures. As might be expected, older workers and workers leaving the largest firms suffered the largest wage losses from job change. Older workers were also harmed more by involuntary job separations. Young females have larger wage losses than young males but older females have smaller losses than older males. This pattern yields little overall gender difference in the cost of job change.
Numerous studies have investigated job displacement penalties in the US labor market.
Surveys of this literature were conducted by Hamermesh (1989) , Fallick (1996) and Farber (1997) . Estimates of US job displacement penalties are in the range of 15 to 40% [Topel 1993] .
Larger penalties are associated with more firm and labor market experience, periods of higher unemployment and changing industry upon re-employment. Owing to the difficulty of obtaining data, studies of job displacement penalties in the Japanese labor market are quite scarce. Since 3 the comprehensive study by Abe, Higuchi, Nakamura, Kuhn and Sweetman [2002] , there has been no research with nationally representative data to establish how changes taking place in the Japanese labor market have affected the wage implications of job change. Abe et al. studied the effects of job change on wages that took place in 1995, a period of moderate GDP growth (2.4%) and unemployment (3.2%). We examine the survey data from the same source but over the period from 1991 through 2005.
Wage changes in this survey data are classified into five categories: over 30%, 10% to 30%, 10% to -10%, -10% to -30% and over -30%. When the following values are assigned to workers in each of the these categories, 30%, 15%, 0%, -15% and -30%, the results of Abe et al.
indicate that, when all sources of job separation both voluntary and involuntary are grouped together, on average male and female workers benefited slightly from job change. For both genders, the consequence of job change was an increase in income of about 2.2%. The gains of young workers were partially offset by the losses of older workers, especially for men. When only involuntary job changes are considered and those transferred temporarily to other companies are excluded (the practice of shukko), the average male lost 4.3% and the average female gained .3%. The mean loss for men results from the losses of men 45 and over more than offsetting the gains of younger men. Nearly 28% of men 45 and over suffered wage losses of more than 30%. Abe at al. attribute the large losses for men over 55 to the traditional practice of mandatory retirement in Japan, followed by low paid or part-time work after retirement. Large wage reductions for older female job changers are much less frequent. This is suggested by Abe et al. to result because females are less often subject to mandatory retirement.
Using data from 2000 through 2003, Bognanno and Delgado [2005] find much larger job displacement penalties in Japan than Abe et al. They also find evidence of job displacement penalties that are strongly age-related, suggesting severe consequences for older workers losing jobs in the primary sector. However, their data includes only workers successfully re-employed through the services of a job placement firm. Because of the specialized sample, the generality of their results is unknown. A study with nationally representative data is necessary to substantiate whether job displacement penalties have grown larger over time and whether these penalties have become more strongly related to age.
Theory offers several explanations for greater job displacement penalties for older workers. Four potential sources of job displacement penalties include the loss of specific human 4 capital, the loss of a superior job match, the loss of possible union or industry wage premiums, and the loss of seniority [Fallick 1996] . If specific human capital, job match quality and wage premiums are increasing in job tenure, older workers should have greater losses upon job displacement. Regarding specific human capital, Koike [1988] has stressed the significance of on the job training in Japan and Rebick [2005] notes that, in contrast to formal education, on the job training is harder for employees to portray for a new employer, thus making employment change more costly.
Another explanation follows Lazear's [1979] model of delayed payment contracts. It offers both an explanation of the institution of mandatory retirement and of why mandatory retirement might be followed by large wage losses for older workers with greater tenure.
Workers in the model are motivated by a contract that pays them below their marginal product early in their firm tenure and more than their marginal product later. Worker motivation derives from the incentive to remain with the firm in order to collect the premium at the end of the contract. Workers separated from their firms late in their tenure, lose the amount that they earn above their marginal product when they face the outside labor market. Mandatory retirement in the model is a device to protect the firm from employees wishing to collect wages exceeding their marginal products beyond the anticipated retirement date.
Lazear's model may be particularly applicable in Japan for a couple of reasons. First, mandatory retirement is both legal and prevalent [Clark and Ogawa, 1992] . As of 2002, almost all firms had mandatory retirement [JILPT, 2005, p.53, Table 3-27] . Second, relative to the US and the OECD, firm tenure in Japan is longer [Hashimoto and Raisian, 1985] , especially for men [Rebick] . Long tenure provides a basis from which delayed payment contracts are feasible.
In support of the operation of delayed payment contracts in Japan, Clark and Ogawa [1992] found that earnings profiles were steeper in firms with earlier ages of mandatory retirement. More support for the model comes from the observation that workers reemployed by their firm after mandatory retirement typically take wage reductions of 50-70% [Rebick] . That workers accept such reductions may indicate that they have little opportunity to maintain their prior earnings level in the outside labor market and lends credibility to the notion that they were receiving wages in excess of their marginal products prior to mandatory retirement. Additionally, Japanese firms provide workers a substantial payment upon retirement. The survey collects categorical information in regards to wage change, age, firm size, educational attainment and cause of job separation. The wage change upon reemployment is categorized as a loss of 30% or greater (coded as -2), a loss of 10% to 30% (coded as -1), between a 10% loss and a 10% gain (coded as 0), a gain of 10% to 30% (coded as 1) and a gain of 30% or more (coded as 2). Age is provided in seven five year increments and includes those 6 19 and under and 65 and over to form nine categories in total. Present firm size is divided into five categories (5-29, 30-99, 100-299, 300-999, 1000+) . Previous firm size is divided into seven categories (public organization, 1-4, 5-29, 30-99, 100-299, 300-999, 1000+) . Education is divided into four categories by graduation level (junior high, high school, junior college, university).
The cause of job separation is classified into one of eight categories: (1) job dissatisfaction; (2) bad human relations in the firm; (3) concern over the future of firm; (4) dissatisfaction over compensation; (5) dissatisfaction with working time and/or number of holidays; (6) marriage, maternity or family care; (7) mandatory retirement or dismissal; (8) other.
We combine these categories into either voluntary or involuntary job separations. Categories 1-6 and 8 denote job separations initiated by the workers and are deemed "voluntary." Mandatory retirement and dismissals are coded as "involuntary."
6 "Job displacement" in the US context has been defined as involuntary job separation for reasons such as mass layoffs or plant closure and excluding firings for cause (Kletzer 1998) . Those dismissed or subject mandatory retirement in their previous job, workers that we classify as involuntarily separated from their jobs, do not exactly fit this definition for displaced workers. In these data, the various reasons for dismissal cannot be separated from one another. Reasons for dismissal include plant closings, layoffs and worker misconduct. We contend that, because Japanese labor law makes dismissals for misconduct difficult, the bulk of dismissals result from plant closings and layoffs due to financial difficulties faced by the firm.
While mandatory retirement is not a feature of the US labor market, workers released for this reason fit within the displaced worker definition as they found re-employment subsequent to mandatory retirement as a condition of entering our survey data, and, hence, would presumably have remained in their prior job if allowed. In any case, those subject to mandatory retirement are not specifically coded as such and no way to precisely identify them on the basis of age exists because the age of mandatory retirement varied across industry and over time.
Despite the legal invalidation of mandatory retirement prior to the age of sixty in 1994, the 7 decline in firms with a mandatory retirement age below sixty adjusted gradually from 20% in 1994 to 11.7% in 1997 and 0.8% in 2000. 7 for labor market statistics). The primary source of involuntary job separation growth prior to the start of improvement in the labor market in 2003-04 was management convenience, akin to a layoff in the US. Increasing trends in temporary transfer to another company (shukko), contract expiration and mandatory retirement are also evident. It is interesting to note that marriage and childbirth are decreasing in importance as a source of job separation for females and nursing care is increasing. This makes sense in light of the falling rates of fertility and marriage and the increasing share of the elderly in the population. The ratio of firms with a mandatory retirement age less than 60 according to the annual Employment Administration Survey (Koyo-kanri Chosa) is as follows: 36.1% in 1991; 29.2% in 1992; 23.4% in 1993; 20.0% in 1994; 15.9% in 1995; 14.2% in 1996; 11.7% in 1997; 9.8% in 1998; 6.7% in 1999; 0.8% in 2000; 0.8% table 7 ).
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Summary Statistics
The second, third and fourth panels of table 3 clearly show that older workers face larger job change costs, but more so for males than for females. Large negative wage changes are more likely for young females than young males and older males than older females. The potential impact of mandatory retirement for older workers appears significant for both genders but more so for males. Restricting the sample to involuntary job separations results in larger job change costs for both genders but more so for males. Panels 5 and 7 show large percentages of males and females from 60-64 who suffer wage decreases of 30% or more. Of males in this age group who undergo involuntary change, 53% lose 30% or more in wages, the corresponding figures for females is 24%.
Temporary transfer to another company (shukko), displayed in panels 6 and 8 of table 3, have implications for wage changes overall that are similar to job changes from all sources in the full sample but some differences should be noted. There is much greater wage stability for workers undergoing shukko than is present for workers in the full sample in panels 3 and 4.
Correspondingly, there is a reduction in the advantage of young workers over older workers that was clearly displayed in the full sample. However, even with temporary transfers, it is still the case that male workers over 55 are more likely to suffer significant wage reductions.
Factors Influencing Job Change Costs: Empirical Estimates
Econometric Model
The dependent variable in this study, wage change, is an ordered, discrete variable and a technique that recognizes both of these characteristics is necessary. We define y i to represent the observed percentage change in the wage for worker i and estimate an ordered logit model.
Presented as a latent variable model and defining y* as a latent variable, the model is then (2)
where y i * denotes the unobserved percentage change in the wage for individual i, x is a vector of indicator variables for worker characteristics and the characteristics of the worker's initial and subsequent firms and ε is a random error term assumed to have a logistic distribution. The observable y i occurs in five ordinal categories (m) with cut points from τ 0 to τ 5 , assuming τ 0 = -∞ and τ 5 = +∞. With a normalization of τ 1 = 0, the following probabilities result:
The results of the ordered logit estimations are presented in tables 4 and 5. The The estimations in table 4 are performed separately for each year in all but the last column that pools the data. Its purpose is to document basic static results regarding the effects of age, gender, education, firm size, industry and occupation. Table 5 estimates are based on data pooled across the years 1991 to 2005. Table 5 focuses on key variables interacted with year dummy variables, the effect of changes in firm size, industry, occupation, career and employment status and differences that result when the sample is divided by age, particularly in regards to gender. To allow time trends to be clearly identified, the last column of table 5 uses interactions with a year trend variable in place of interactions with individual year dummy variables. Table 5A presents the marginal effects associated with the last column of table 5.
Basic Results
The results in Statistically significant evidence of university graduates having worse wage change outcomes than junior high graduates do disappears in the mid-90s.
In terms of present employment, the results in table 4 suggest that better outcomes exist for those reemployed at larger firms. Coefficient estimates are positive and significant for firms with more than 300 employees relative to those with fewer than 30. The coefficients are more than twice as large for reemployment at firms of over 1000 employees. The benefits of finding reemployment at a larger firm are consistent with Rebick's finding that pay is 14% higher for males and 23% higher for females at firms with over 1000 employees in comparison to firms with 10 to 100 employees. Table 4 also implies that job loss penalties are the largest for workers finding jobs in the wholesale/retail/restaurant and service industries or administration and sales occupations.
In terms of previous employment, the results in table 4 suggest that workers leaving the mining and finance/insurance/real estate industries or managerial occupation fare worse than other job changers. In terms of firm size, only leaving a large firm with employment over 1000 carries a larger penalty than leaving a public organization. The smaller the previous firm, the more favorable is the wage change upon reemployment.
The part-time dummy is coded as a 1 when re-employment is part-time. Not surprisingly, those accepting part-time work have larger penalties, as do those involuntary separated from their previous employment. Table 4 also illustrates that workers leaving jobs that were previously part-time do increasingly well later in the sample. Table 5 pools all of the sample years and in the center two columns provides separate estimates for those workers less than 35 years of age and those 35 years of age and over. We confine our discussion of table 5 primarily to the time trends results in columns 1 and 4, different notions of specific capital and the key differences between columns 2 and 3 that divide the sample by age.
Trends, Specific Capital, Gender and Age
Considering columns 1 and 4 of table 5 first, we see that the age-related job change penalty is increasing over time during the sample period. After controlling for age and agesquared, the age-year interaction variables change from positive in the early sample years to generally negative in later years in column 1 and the age-year trend interaction variable is significantly negative in column 4, showing that job change penalties are increasingly agerelated. This supports the results of Bognanno and Delgado that suggested increasingly large job loss penalties for older workers in Japan.
Interestingly, a comparison of the US and Japan in :under 19, 2: 20-24, 3: 25-29, 4: 30-34, 5: 35-44, 6: 45-54, 7: 55-59, 8: 60-64, 9 : over 65) and that increasing age by one unit is a change of 5 years. To get an idea of the size of the effect of age on wage outcomes from job change, we consider moving from the sample mean in age (4.4 ≈ 32 years) to one unit higher (5.4 ≈ 37 years) and approximate through a linear extrapolation of the marginal effects on age and age 2 . The first order marginal effect of age is simply -0.78% and the second order marginal effect of age is (0.18%)(5.4 2 -4.4 2 ). Combining these two effects, we compute that the effect of ageing five years from the sample mean is to increase the probability of losing 30% or more in wages by about 1.0%. Similarly computed, it increases the probability of a wage loss of 10-30% by 1.7%, 13 a wage change of -10 to 10% by 0.2%, a wage gain of 10-30% by -2.3% and a wage gain of 30% or more by -0.6%. Due to the positive sign on the coefficient of age 2 , the increase in the probability of losing 30% in wages from a unit increase in age grows larger with the starting age level.
To consider whether human capital is industry, occupation or career specific, we code three variables for workers changing only their industry, changing only their occupation or changing their career. A career change constitutes a change of both industry and occupation. The omitted category is workers remaining in the same industry and occupation. First, it is clear that workers remaining in the same industry and occupation fair better than workers changing in one or both dimensions. Second, penalties from changing industry or occupation still exist after separately accounting for career changes. In terms of the marginal effects, table 5A shows that the probability of losing 30% or more in wages is increased by 1.3% for industry change alone, 2.4% for occupational change alone and 1.2% for career change.
Our results are not in accord with those of Munch [2006] who found support for career specific human capital using Danish data. The penalty for changing careers in our data is less than the penalty for changing only one's industry or occupation. Occupation change carries the most significant penalty in the Japanese labor market. This finding is confirmed in the simple summary statistics in table 8 that show the largest wage declines occur after occupation change and a neutral effect for career change. Interestingly, though suffering the least in terms of wage changes, career changers had the longest average unemployment duration. The effect of unemployment duration on wage change is not necessarily negative since more time spent in job search could be beneficial to wages. . Occupation change exhibits a pattern similar to industry change in that it increases wage losses and the losses are diminishing during the sample period. However, unlike industry change, the penalty from occupational change does not vanish entirely even by the end of the sample.
14 There are two forces potentially related to the fall in the cost of industry change. First, wage differentials between industries were declining as displayed in figure 3 . This would at least reduce the cost of industry change for those leaving jobs in higher paid industries. Second, regarding the falling cost of both industry and occupation change, it is possible that industryspecific and occupation-specific human capital diminished in importance due to falling training expenditures at the firm level that took place during the 1990s (see footnote 1). Table 5A shows the marginal effects of changing firm size. The probability of losing 30% or more in wages is increased 3.5% by moving to a smaller new firm and diminished by 2.1% for moving to a new larger firm. However, the firm-size change cells in columns 1 and 4 of table 5 shows that firm size fell in importance during the sample period. The consequences of a change in firm size diminished both in the rewards of moving to a larger firm and in the penalties of moving to a smaller firm, suggesting a diminishment of the firm-size premium.
Changes in employment status are considered through three dummy variables in table 5. Workers losing full-time employment status are coded as ones for the "from full-time to parttime" dummy variable. Workers gaining full-time employment status are coded as ones for the "from part-time to full-time" dummy variable. Those workers who were initially employed parttime and remained part-time in subsequent employment are coded as ones for the "continuously part-time" dummy variable. The status omitted from this coding scheme represents those who retain full-time employment status through their job change. Naturally, the penalty from leaving full-time employment status is large. In table 5A , we see that the probability of a 30% wage drop increases by 22% for workers moving from full-time to part-time jobs. However, there is a weak positive trend diminishing this penalty. The substantial gain in moving from part-time to fulltime employment grows slightly larger during the period. Those remaining in part-time status through job change have increasingly positive outcomes in wage changes.
The year dummy variables in the last panel of Involuntary job change harms older workers more than younger workers. Columns 2 and 3 show that the coefficient on involuntary job change is substantially larger in absolute value for older workers than their younger counterparts. The greater cost imposed on older workers in terms of wage change would to some extent mitigated by a larger severance payment upon job separation.
Not surprisingly, as illustrated by the industry change dummy variable in columns 2 and 3, older workers finding reemployment in a different industry are harmed, while industry change has little discernable effect on the wage change of younger workers. This is reasonable since older workers lose more industry specific human capital than younger workers. The same pattern appears for occupation changes and career changes, though occupation changes do impose a penalty on younger workers.
Discussion
The analysis to this point raises two important questions. First, why are job change penalties becoming more age-related? Second, why are job change penalties growing? These questions are related in the sense that growing job change penalties for older workers during the period are contributing to, but do not fully explain, the growth in overall job change penalties. career workers and the newly hired workers grows strongly with age. This is consistent with our estimates pointing to job loss penalties that increase with age.
While the profiles for career workers in 1993 and 2003 are similar, the slope of the wage profile for newly hired workers in 2003 fell significantly from the wage profile in 1993. As a result, the penalty for older job changers was increasing. This is also consistent with our finding in table 5 of an increasingly negative outcome for older workers during the sample period.
We can only speculate as to why older job changers were treated increasingly less favorably in the labor market. It may be that prior to Japan's long recession, firms could afford to honor the delayed payment contracts entered into by older workers at their prior firms. This is not profit-maximizing behavior on the part of the individual firm. We are suggesting firms held to a social contract and paid older newly hired workers above their marginal product, despite it being the previous employer who benefited from the underpayment earlier in the worker's career.
A second potential explanation is that technological change induced a loss of human capital for older workers relative to younger workers between 1993 and 2003. The effects of a loss in human capital for older workers would be felt by those changing jobs. Implicit contracts 10 Kawaguchi and Kambayashi [2007] report these estimations from their analysis of the Basic Survey of Wage Structure. The estimations included controls for gender, educational level, age, age 2 , firm size, industry and prefecture. The effect of age on wages is calculated and then standardized so that an 18-year-old worker has wages equal to one in each of the profiles. Career workers are those with firm tenure equal to their age minus the years required to attain their educational level.
would protect workers remaining in continuous employment. This explanation is consistent with wage profiles remaining the same for career workers but falling in slope for the newly hired workers in 2003. However, if the technological change was global, we are at a loss to explain why job change penalties were not also increasing in the US.
To explain the increasing trend in job displacement penalties remaining after accounting for the increasing penalties on older workers, we first examine the trends in basic labor market conditions. Figure 2 displays Japanese turnover rates. In the period from 1974 to 2005, the gross turnover rate fluctuates between 25 and 35% with no trend during the period.
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Similarly, the inflow rate of job changers in the labor market fluctuates between 5 and 10% with no trend.
12 The increasing trend in overall job displacement penalties cannot be related to turnover rates in any readily apparent way.
Another avenue for investigation concerns the potential loss of specific capital. Did a larger percentage of workers lose specific capital during the sample period due to industry change? Table 7 shows that over the sample period there was very little change in the percentage of workers finding reemployment in the same industry and occupation. The percentage of workers changing industry fell by 0.3% between 1991 and 2005. In the same period, occupation changes increased 1.1%. These small changes were offset by a fall in career changes of 4.5%.
The net effect is that 3.8% more workers undergoing job change remained in the same industry and occupation. There is no support for the argument that an increase in the percentage of job changers losing specific capital explains the increase in job displacement penalties.
If the about same percentage of workers remained in their industry and occupation through job change, was it the case that the penalties associated with industry change grew?
Figure 3 displays two points. First, industry change penalties actually fell during the sample period. Second, wage differentials between industries were falling. Hence, increasing job displacement penalties do not appear to be driven by increasing penalties for changing industry.
This point was also evident in table 5. Table 5 showed that the costs of changing industry and occupation diminished, as did the cost of going to a smaller firm upon reemployment.
11 The gross turnover rate is the number of workers leaving employment and the number of workers entering employment divided by the total number of workers in the beginning of the year. 12 The inflow rate of job changers is the number of workers entering employment from previous employment with unemployment duration of less than a year divided by the number of workers at the beginning of the year.
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The only labor market conditions that we can point to in suggesting a reason for the increasing job change penalties is the rising unemployment rate and the slight increase in the percentage of involuntary job changes displayed in table 7.
Conclusion
Few studies of job displacement in the Japanese labor market appear in the literature. This is largely due to the difficulty of obtaining worker level data. We study a large national sample of workers to document basic trends regarding the wage implications of job change. In doing so, we uncover both anticipated and novel results.
Because of a worsening in the labor market conditions during the period studied, at least in terms of the unemployment rate, it is not surprising that workers changing jobs had increasingly less favorable outcomes between 1991 and 2005. Given the strong returns to seniority in Japan, it was also not surprising that older workers had larger job displacement penalties than younger workers. As well, the costs of changing industry, occupation and involuntary job separation were larger for older workers.
Other findings point to more nuanced changes taking place within the Japanese labor market in regards to the value assigned to workers changing jobs. Education does not provide a buffer against the cost of job change in Japan. The percentage wage losses of high school and junior college graduates exceeded those of junior high graduates. College graduates did not suffer larger losses later in the sample period but also were not significantly shielded from the costs of job change.
It is interesting to note that hidden in the small gender differences in job change penalties overall were larger penalties for young females in comparison with males and smaller penalties for older females. While the gender wage gap for younger females is smaller than for older females, younger females suffer comparatively more from job change. A potential explanation is that male workers accept delayed payment contracts that result in reduced job loss penalties for the young and larger penalties for the old.
The diminishing firm size wage premium suggests that the wage structures of larger and smaller firms may be gradually converging at least for newly hired workers. Falling industry and occupation change penalties could be the result of less specific human capital, perhaps reflecting a gradual decline in firm training expenditures. Career change carried a smaller cost 19 than industry or occupation change alone, even with the longer unemployment spells associated with it. We find no evidence that human capital is more career specific than specific to occupation or industry as has been suggested recently in the literature.
The extent to which older workers suffered reduced wages from job change grew during the sample period. Correspondingly, there was a reduction in the return to age for those finding new employment in the Japanese labor market. We offered two hypotheses for these findings. First, the reluctance of firms to honor the delayed payment contracts that workers had 1991 1992 1993 1994 1995 1996 1997 1998 1999 2000 2001 2002 2003 2004 2005 Shukko assignments 1.8 1.8 2.7 3.1 3.1 3.2 3.1 2.7 2.9 2.9 3.1 3.0 3.2 2.7 2.8 Contract finished
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